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Revisiting the New Deal: A Longitudinal Case Study

Judy Pate

Graeme Martin

Jim McGoldrick

University of Abertay Dundee

This paper examines the new psychological contract in the light of changing economic circumstances
by examining evidence from a longitudinal case study of the links between job security and HRD. The
case study draws on data from surveys and interviews. Our conclusions support the hypotheses that it
is employee demand, driven by a fear of job insecurity, which underlies much of the recent upsurge of
interest in HRD rather than the more optimistic employability thesis.

Key Words: New Deal, Psychological Contract, Case Study

Throughout the 1990s there was a plethora of mainly US literature that made much of the impact of changing
market conditions and changing psychological contracts on careers and career development. At root, the
general tone of this writing was optimistic in nature. Much political capital was made of the increased
expenditure and efforts made by employers on HRD in the US (Marquardt, 2000) and in the UK (Milward, Bryson
& Forth, 2000). At the same time the new career literature focused on the positive benefits of the breakdown of
the old psychological contract or old deal. This resulted in employees no longer being offered job security but
instead being offered employability (opportunities for continuous learning and enhanced future marketability) in
return for their willingness to commit themselves to work flexibly for their present employers. This new
psychological ntract or new deal and new career literature became associated with concepts such as
“boundaryless” (Arthur, 1994) and “protean” or variable careers (Hall & Moss, 1998), both of which connoted
individuals largely seeking psychological growth moving along career paths that were discontinuous and often

- outside the boundaries of single firms.

In much of the writing on new patterns of employment, the benefits to individuals are stressed in the form of
increased opportunities for learning and for balancing work and life style issues. However, the evidence and
discussion largely focused on the new economy and on employees of new organizational forms such as
networked and cellular structures, with much of the data drawn from employees in Silicon Valley and others parts
of the golden triangle in the US. Because of this rather restricted empirical base, this literature was criticised for
its apocalyptic tone and lack of transferability to other, more traditional parts of the US economy, for example, the
considerable US public sector and the burgeoning, largely low-skilled, service economy (Thurow, 1999). Such
criticisms were even more widely voiced in countries that had not experienced the levels of continuous growth
which characterised the US economy for nearly all of the 1990s, such as most of those in Europe, including the
UK, France and Germany (Eire was a notable but limited exception). In essence, it was argued that the new deal
and new careers were limited to small(ish) pockets of the US economy and high growth regions in Europe with
the benefits only likely to be felt during periods of sustained economic growth.

This is not to say that academics in Europe failed to observe changes in employment relationships, careers
and in the relative importance that individuals were placing on their own career development. Rather it shows
that they were less likely to see these changes in wholly positive terms, believing that these concepts were
heavily tied to the features of particular labour market conditions. Thus, given the US/new economy focus of the
literature, it comes as no surprise as Sullivan (1999) has pointed out, that there were few studies that examined
the negative changes in employment relationships associated with new psychological contracts. She noted three
such US studies (Tsui, Pearce, Porter and Tripoli, 1997) that highlighted the negative outcomes of changed. In
contrast, there were a much greater number of studies in the UK that gave the new career literature a more critical
treatment (see, forexample, Kessler and Undy, 1996; Thomson and Dunkerly, 1999).

Theoretical Framework

The concept of the psychological contract has also been embraced by the academic community from a number of
disciplines including psychology (Mansour-Cole and Scott, 1998; Deluga, 1994), sociology (Fincham and
Rhodes, 1988; Delbridge and Lowe, 1997) and human resource management (Sims, 1994; Rousseau and Greller,
1994). Academics have firstly aimed to establish the prevalence of changes in the psychological contract
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(Herriot et al 1997; Guest and Conway, 1998) and secondly offered models and theories to advance
understanding of the factors that shape the psychological contract (Guest et al, 1996; Rousseau, 1995).

Our study is rooted in this framework and explores the relationship between career development, the demand
for training and job security. This study examines what we referred to as the optimistic and pessimistic versions
of the new deal and its relationship to the d emand for training. The optimistic version of the increased interest in
HRD by organizations and employees was linked to the employability thesis, which can be stated in the
following terms. The new, transactional psychological contract, established by employers to deal with
fluctuating demand conditions associated with global competition, has provided employees with a flexible
process of training and (essentially) self-development to ensure that they become more employable internally if
circumstances pemit but externally if the firm experiences a downturn. Indeed, the Silicon Valley version is
premised on the assumption that constant change of employees among employers in that region is one of the
reasons underlying its success and that boundarylessness is a positive virtue. Consequently, it is this new and
enlightened employer position that has led to an increasing interest by employees in training and development to
cope with the new rules of the game. It is also argued that such boundarylessness suits the changing
aspirations of new economy employees who value change and learning more than their old economy colleagues
do. Such transitions have come to be associated with cosmopolitan personalities who were more likely to
change jobs and employers and view HRD in terms of psychological growth (Larwood, Wright, Desrochers and
Dabhir, 1998)

The more pessimistic position, which we label the employee-driven demand thesis, makes much of how
employees adjust to the reality of downsizing and to perceptions of job insecurity and feelings of powerlessness
by engaging in a transactional form of employment relationship. Through this they seek to acquire more skills to
make themselves more employable internally and by increasing their expectations of what they are o wed by their
employers from training and development. Such reactions to HRD are associated with local personalities
(Larwood, Wright, Desrochers and Dahir, 1998) who are more likely to engage in HRD for political reasons and
have a narrower interest in HRD. Consequently, from this perspective it is employee politically driven demand
rather than employer initiatives or psychological growth that have been the primary influence on training and
development moving up the agenda for both parties.

Our main conclusion, drawn from our single case study of mainly lower level employees working in a
traditional industry and with relatively limited opportunities to move jobs, provided much more support for the
pessimistic version of why HRD had moved up the agenda. This finding contradicts employer claims that they
were behind the increased emphasis on training and development because of uncertain market conditions and
their desire to make employees more employable.

Our study has the benefit of a degree of longitudinality in being able to relate changes in employee
aspirations, expectations and satisfaction to changes in context, an advantage rarely enjoyed by the cross-
sectional survey research which have underpinned much of the US based career literature. And it is precisely the
importance of relating changing career orientations, patterns of HRD and context that are likely to loom large in
the coming years, given the recessionary pressures in the world economy. It is interesting to note how the
literature on careers and boundarylessness changed as the US economy began to decline during 2000. With the
events following September, 11* and the possibility of much more restricted growth in the world economy,
studies which focus on changing contexts and HRD are more likely to be of use to academics and practitioners
than those which were built on “years of feast”. For this reason, we have revisited our original study and use
new data to examine how employees’ demand and satisfaction with training and development is influenced by
the local economic and organizational context in which they find themselves and to further test the employee-
driven demand thesis.

Research Questions and Propositions

To test our two propositions, we have attempted to answer the following ques tions:
First, to what extent had training and development become more important to employees over the four years of
research? Second, was there a mismatch between employees' expectations and desires on training and
development and what the company provided? In other words had the employer violated psychological
contracts in this area (Rousseau, 1995)? Third, if any violation was experienced, what impact did this have on
employee perceptions or behaviour? Finally, how did attitudes to HRD change over time and context?

Methodology

Many of the psychological contract studies have drawn conclusions from national surveys (see Guest and
Conway, 1997; Kessler and Undy, 1996) or from questioning postgraduate students (for example see Rousseau
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and Parks, 1993). As a result these studies have ignored the importance of context or have used a small and
unrepresentative sample. The strength of this research lies in the narrative accounts of ‘real’ experiences within
a case study organisation and highlights the influence of contextual issues in the analysis of psychological
contracts (Yin, 1994; Eisenhardt, 1989).

The research is based on a single case study, a mediumsized industrial textile company employing
approximately 600 people in 2000. The company was based in a small rural town in Scotland. The company has
four separate sites in the locality specialising in various aspects of the product range (Figure 1, below, outlines
the characteristics of two contrasting sites). Four lines of commodities were produced in the year 2000: industrial
yarns, floor-coverings, industrial textiles and geo-textiles.

Between 1986 and 1999 the company was a wholly-owned subsidiary of a multinational holding organisation
producing polypropylene products. The period 1996 - 2000 was characterised by ongoing change due to
pressures from the shareholders and the market. As a result the company reduced the workforce from 660 in 1996
to 600 in 1999 with further redundancies expected in 2001. This action had a predictable "knock on” effect on
employee perceptions of job security. At the same time the company's directors had attempted to create a new
organisational culture based on customer service, flexibility and good human resource management. These
changes were accompanied by the directors "talking up" training and development and in increasing effort and
expenditure in specific areas of training such as continuous improvement, healthcare and team working.

In November 1996 employees were told of new plans to reorganise its productions facilities by locating two
of the older sites close by the two newer sites. This relocation of facilities would create one large "greenfield"
site that would allow the company to rationalise its organisational structure and to "downsize" its employment
levels. In this connection, although training had been primarily focused on business needs, the outgoing human
resources director claimed that such training had also been undertaken with a view to helping secure employment
for those who would need to be "let go".

The period 1997 - 1999 witnessed a difficult time for the company due to the strength of the pound and
operating in a mature global market. This was coupled to problems with quality and the loss of major customers.
The company responded to this problem in two ways, development activities and employee training. In 1998 the
overall holding organisation put the company on the market and it was bought by a family-owned Greek
company. The uncertainty associated with the sale of the company had implications for perceptions of job
security and morale.

Data Collection

The research occurred during the period 1996-2000, though we have drawn on a consultancy survey
conducted in 1994. The research design has adopted a mixed methodology approach (Cresswell, 1994). The
purpose of the quantitative aspect of the research was to use repeated cross-sectional data from employee
surveys (conducted in 1994, 1996 and in 2000) to provide a longitudinal test of our key research questions. A
consultancy firm undertook the first survey in 1994 and the following surveys, undertaken by the researchers,
retained the key questions from the first survey for comparison. The 1996 survey was distributed to the whole
workforce with an 80% response rate (from a total population o approximately 660). In the year 2000, due to
pressures of work, the company was not prepared to allow all members of the organisation to complete the
survey in worktime as they had in 1996. Asaresulta stratified sample (structured to reflect the proportion within
each site) of employees was identified, the response rate was again high at 52%.

In the second phase of the research focus groups and in-depth individual. The organisation was made up of
five distinct sites and a stratified random sample was selected to gain a representative group from each site.
During 1997 one hundred and five interviews were conducted in total. In 1999 the company agreed to follow up
interviews with employees but felt unable to allow us to interview the same 105 employees as in 1997.
Consequently 50 employees were re-interviewed; involving 10 randomly selected from each site, due to the
confines of this paper the findings of only 2 sites were reported.

The purpose of the qualitative dimension of the study was to determine whether, how and why different
groups of employees come to hold varied perspectives on training and development during the six-year period
between the surveys and to ground these perceptions in a specific context (Basznger and Dodier, 1997).
Specifically we were interested in how an explicit and implicit employer position to renegotiate the psychological
contract by offering more training for greater employee flexibility in a context of declining security in employment
had influenced employee perceptions of the contract. This attempted renegotiation of the contract was revealed
to us through interviews with some of the key directors and human resource staff, who recognised that the
lifetime employment contract for some employees was not possible under current and forecast market
circumstances.
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Results and findings
Ranking Of Employee Expectations on Training and Development

In all three surveys employees were asked about how important certain aspects of the employment contract
were to. In absolute terms the data appeared to show that all aspects of what employees valued had become
more important during 1994-6 and 1996-2000.

Table |. The Ranking of employee values 1994-96

EMPLOYEES VALUES 1994 | RANK 1996 RANK | TWO SAMPLET- P
MEAN MEAN TEST(D.F>150) VALUE
Job security 1.50 1 1.28 1 -9.38 P<0.01
| Being well paid 1.70 2= 1.34 2 -14.72 p<0.01
Good relationships with colleagues 1.70 2= 1.41 3= -2.03 p<0.05
Enjoy your job 1.80 4= 1.60 7 -6.68 p<0.01
Know what is going on 1.80 4= 1.51 6 -11.13 p<0.01
Good working conditions 1.90 6 1.47 5 -17.68 p<0.01
Receiving suitable training _ 2.00 7= 1.41 3= -23.95 p<0.01
Knowing what ‘customers' think 2.00 7= 1.51 9 -3.32 p<0.01
Working for a caring company 2.00 7= 1.67 8 -12.2 p<0.01

Table 2. The Ranking of employee values 1996-2000
The table below illustrates issues which employee's value and how they had changed between 1996-2000. The

_Likert scale was 1 =strongly agree, 2=agree, 3=neutral, 4= disagree and 5= strongly disagree andn=103.
000

EMPLOYEES VALUES 1996 RANK | 2 RANK TWO SAMPLE T-| P
MEAN MEAN TEST (D.F>150) VALUE

Job security 1.28 1 1.33 1 0.70 P>0.05
Being well paid 1.34 2 1.46 4 1.29 p>0.05
Good relationships with colleagues 1.41 3= 1.55 6 -1.47 P>0.05
Enjoy your job 1.61 7 1.70 8 1.29 p>0.05
Know what is going on 1.51 6 1.50 5 -0.17 p>0.05
Good working conditions 1.47 5 1.45 3 -0.22 p>0.05
Receiving suitable training 1.41 3= 1.44 2 0.32 p>0.05
Knowing what ‘customers' think 1.90 9 1.93 9 0.45 p>0.05
Working for a caring company 1.67 8 1.69 7 0.18 p>0.05

The important point to note about the data in tables one and two is the relative ranking of training and
development, which, according to the data, has consistently moved upwards in employees' preference schedules.
This greater priority accorded by employees to HRD was further supported by the qualitative data as employees
felt that training gave them *more strings to their bow’. The organisation had also emphasised the importance of
training and development but employees were sceptical of the employability rhetoric of the company. A typical
comment was “they are not going to spend all that money so we can go somewhere else. They’ll spend money
so they can get more out of us!”

Violation of the Psychological Contract

Employees (in the 1996 and 2000 surveys only) rated different aspects of the company mission statement
according to (a) how important they personally regarded them and (b) how they saw them being put into
practice by the company. Table three and four show that in both 1996 and 2000 employees perceived the
largest, statistically significant gaps between what they valued about the mission statement and what they saw
the company putting into practice_were: providing a fair system of financial and non-financial rewards; providing
open communications, and providing opportunities for personal development.
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Table 3. The gap between the value employees place on dimensions of the company mission statement and how
employees see the company putting these dimensions into practice, 1996

Key Dimensions of the Mission Statement VALUE TO | COMPANY | 2 sample T- P Value
INDIVIDUAL | PRACTICE test(d.f. > 150)

High levels of customer service 3.68 3.69 -0.25 p>0.80
Conduct business with honesty 3.60 3.39 5.96 p<0.01
Maintain safe working environment 3.73 3.63 3.47 p<0.01
Give people more responsibility 3.45 3.14 7.82 p<0.01
Provide challenging work 3.17 2.85 8.80 p<0.01
Provide personal development 3.23 2.69 11.17 p<0.01
Provide fair reward system 3.50 2.65 14.87 p<0.01
Provide open communications 3.49 2.80 13.50 p<0.01
To be environmentally aware and socially résponsible 3.30 3.23 4.74 p<0.01
Fair return to the shareholder 3.34 3.66 -8.87 p<0.01

(Scale: 1 important, 4 is not at all important).

Table 4. The gap between the value employees place on dimensions of the company mission statement and how
employees see the company putting these dimensions into practice, 2000

Key Dimensions of the Mission Statement VALUE TO | COMPANY | Two sample F | Pvalue
INDIVIDUAL | PRACTICE test(d.f. > 150)
High levels of customer service 1.20 1.27 -1.00 p>0.05
Conduct business with honesty 1.27 1.56 -3.05 p<0.01
Maintain safe working environment 1.16 1.33 -2.53 p<0.01
Give people more responsibility 1.51 1.99 -4.61 p<0.01
Provide challenging work 1.87 2.43 -4.84 p<0.01
Provide personal development 1.75 2.53 -5.85 p<0.01
Provide fair reward system 1.63 2.63 -1.57 p<0.01
Provide open communications 1.49 2.45 -7.33 p<0.01
To be environmentally aware and socially responsible 1.53 1.86 -3.00 p<0.01
Fair return to the shareholder 1.59 1.47 1.22 p>0.05

(Scale: 1 is important, 4 is not at all important).

The gap between policy and practice was corroborated by the qualitative data. One employee summed up the
feelings of many: “If someone says to me ‘we’ll give you training’ then they should do it. But nothing
happened! If it doesn’t mean anything, there’s no point saying it!”

Consequences of Employer Violation

The quantitative and qualitative data also showed that there were significant negative associations between:
being given adequate skills to do their jobs and enjoying their jobs and being given plenty of opportunity for
career development and enjoying their jobs
These findings were in line with Robinson and Rousseau's (1994) research on the association between employer
violations of psychological contracts and the lower levels of job satisfaction of those employees who continued
to work for their employers.

Variation amongst Sites Levels of Jobs

Although the data for the company has shown some general trends, employee expectations varied amongst
sites during the period covered by the 1996 and 2000 survey. Two sites in particular referred to as Site 4 and Site
B (see Figure 1) exhibited markedly different attitudes towards training and development. A comparison of these
two sites showed that Site A agreed more strongly than Site B that it was important to receive suitable training
(1996: two sample t-test t ( 224) = 2.58; p <0.05 and 2000: t (30)=2.54;p<0.05). The data also showed that workes
at Site felt that there were fewer opportunities to acquire relevant skills. A typical comment was “I would take the
opportunity if I was given the chance, but we haven’t been given the chance!” It was also suggested that that
there was less scope for career development than in site B as “there is no place to go” with a flat organisational
structure.
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Our data showed that there was a significant difference be
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realities of their market position and limited prospects for promotion are expressing satisfi

re 1. A Data Display Comparing Sho

Figu play g Shop

tween ‘blue collar’ and ‘white collar’ employees.
hereas blue-collar employees tended to accept the
ed with a ‘job’.

-floor Employees in the Two Sites based on the Interview Data.

Context Causes Content Consequences
Site  New, stand-alone venture. 1. Increased insecurity increased the  Perception that the Feelings of
A Difficult market desire to be employable. contract on training resentment in area
circumstances coupled with 2. Career orientation of minority of  had not been of promotions.
the revolving door sackings. shop floor workers but majority delivered. Acceptance of their
Young(ish) male workforce. of white-collar staff Lack of trust in position given lack
Fewer opportunities for 3. Restructuring of jobs and increased  management of alternatives.
advancement. responsibilities Perceptions of an Demand for more
unfair promotion training
system
Site Old established weaving site. 4. Heightened insecurity due to Perception that the Feelings of
B Older workforce with long redundancies contract on training powerlessness but
service in company but also 5. Low discretion jobs but some had not been little resentment.
with previous experience of limited restructuring and demands  delivered, even inthe  Acceptance of their
site closure for some new skills. context of low position given the
6. Absence of career orientation discretion jobs. lack of alternatives.

amongst shop floor workers

Our general conclusions from the data for th
value training and development significantly more
training and development as one of the key areas o
during the period covered by the surveys. Moreover,
job satisfaction. However, employees' perceptions and expectations

¢ company as a whole were (a) that employees had come to
highly throughout the period and (b) that they also saw
f the psychological contract that had been most violated
this violation seemed to be associated with lower levels of
concerning training and development varied

amongst sites. The qualitative data showed two sites, in particular, to hold markedly different attitudes towards

training and development. These sites operate
different types of people, which, we believe, have a majo

and career development.

The survey data appears to provide some sup
and development was primarily employee-driven an
violation of the psychological contract in this area.

d in quite distinctive product and labour markets and employed
r influence on how they responded to questions on HRD

port for the second hypothesis that the demand for training
d was associated with heightened expectations and perceived
These data also suggested the importance of key contexts in

shaping variations in employees' perceptions. As we indicated, to explore these issues further we undertook

focus groups in all sites and individual interviews wil

th employees in the various sites. We expected that such

data might not only provide a degree of triangulation for the research programme but also give a dialogical and

contextual account(s) of the variety in empl
1997). For reasons of time and space we cannot discuss these data bu

below.

Contribution to the Development of HRD

The purpose of this study was to explore two hyp
the so-called "new deal”, with a view to revisiting t

the world in general.

Our storyline is that, despite the directors claiming tha
and practice, few employees saw their employer as partic
the main reason underlying the increased emphasis 0
development. Instead all of our data provide support
political behaviour by employees in placing incr
behaviour is associated with employees trying to a
themselves more employable inside the company.
accompany this enhanced valuation of training and
that the company had failed to deliver on the
have "talked up" training and development
delivering training in areas such as safety,
employees the kind of skills that they regarde
violation of the contract even in circumstances w

training.
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Though we can only allude to the interview data, the stories told by employees, in particular, show that
training and development have become a more valued part of the psychological contract of employees. They
also show that employees view this as one of the key aspects of the contract where employer rhetoric did not
match reality. Moreover, as Robinson and Rousseau (1994) found, there is also evidence to suggest that the
more employees perceive the company to violate their obligations with regard to providing skills and career
development, the less satisfied they are with their jobs.

Leaving aside the question of variation among sites for the moment, the data from the survey, the focus
groups accounts and the text of the interviews in both sites generally corroborated each other on the increasing
expectations of employees for more relevant training and development and the failure of the company to deliver
in these aspects of employment. These perceptions are particularly evident in Site 4, which employ a younger
workforce, many of whom - at the time of the survey - felt more worried about job security than in Site B
Inevitably, such feelings of insecurity in Site A are linked to their lack of power to influence their employment
prospects, given the location of the company and the lack of suitable alternative employment in the area. Thus,
worries about job security, perceptions of contract violation have led employees to a more transactional or
exchange-based view of their psychological contracts rather than the oldstyle relational contracts, which
involved a guarantee of job security in return for commitment.

However, these data and accounts also show that production workers and white-collar workers see things
differently. The horizons of production workers, particularly in Site B, tend to be local (Gouldner, 1957),
consistent with the lack of discretion in their work, their expectations of alternative employment and their lack of
ambition. Thus, their expectations of training and their views on careers were shaped by their desire to remain
employable'. Consistent with the work of Larwood, Wright, Desrochers and Dahir (1998) these employees are
more likely to engage in HRD for political reasons and have a narrower interest in HRD. On the other hand, white
collar workers, whilst influenced by the lack of alternatives, have broader cosmopolitan orientations (Gouldner,
1957; Larwood, Wright, Desrochers and Dahir, 1998) and see training and development as a means of making
themselves more marketable outside of the company and as part of a natural process of life-long learning.

In summary, within this one company there were sufficient similarities between sites and groups of workers
to support the employee-driven demand thesis concerning the psychological contract and HRD. However, it is
also true that there are important differences between sites and between categories of employees. These
differences have allowed us explore the importance of contextual factors such as historical, organisational and
product market influences and to examine the importance of the "causes" of the psychological contract such as
site culture, human resource practices , alternative opportunities for work and some key demographic variables.

For practitioners, the implications of these findings are three-fold. First, when employers’ rhetoric on human
resource development is not matched by practice it can sometimes rebound on them to produce paradoxical and
counter-intentional effects (DahlerLarsen, 1997). Thus, for example, Maitland (1994; 1996) argues that
employees have come to learn the lessons of market economics only too well and, like pay and communications,
traning and development may have become something of a "moving target" for organisations. So, instead of
being satisfied with what employers are delivering under this new deal, a dynamic is set in progress where
employee expectations with regard to training and career development increases rapidly and, consequently, lead
to constant and increasing frustrations as employers are seen to fail to meet their side of the bargain.

Second, job security remains, and will continue to be in the near future, a key source of worry for many
employees who work in downsized organisations. In a study that is surely one of the most important
antecedents of the psychological contract literature, Alan Fox (1974) criticised the assumption of a natural
consensus underlying much management practice and pointed out when workers perceive low trust initiatives on
the part of management, these will be met by low trust responses. This low trust dynamic in the employment
relationship is often masked by outcomes such low labour turnover and absenteeism. However, such apparent
behavioural commitment should not be taken as evidence of attitudinal commitment or employee satisfaction with
their "lot". Instead, it should be read as evidence of an asymmetrical power relationship in which workers are
fully aware that no real alternative employment exists for them.

Finally, what employers sometimes regard as providing suitable training and development for employability
is often at odds with what employees perceive as careerenhancing, even in relatively low discretion jobs. Thus
employers' concerns with firm-specific training needs to be matched with individual needs for external
employability if the revised new deal is to be seen as fair by employees. However, such a match can only be
brought about when there are open and realistic discussions by both parties concerning their mutual
expectations, perceptions and obligations with respect to training and career development.
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R. Wayne Pace, First President of the Academy of Human Resource Development:
An Historical Perspective

Heather Hanson
Gary N. McLean
University of Minnesota

As a step in collecting living histories of HRD leaders, this paper provides a brief history of R. Wayne
Pace, first President, and arguably (as many were involved) the founder, of the Academy of HRD. Original
documents, an historical video, and electronic conversations with him and six colleagues were used. Pace
has been a leader in school, church, professional, and personal lives. Pace exhibits a common
characteristic of HRD leaders—an eclectic background in Organizational Communication and HRD.

Key Words: History of HRD, Academy of HRD, Wayne Pace

Over the years, and from its multiple roots, Human Resource Development (HRD) has produced many leaders who
have made significant contributions to the field. The Academy of Human Resource Development (AHRD, the
Academy) has recognized some of these leaders in its HRD Scholars’ Hall of Fame. Most of those currently
recognized are no longer alive. However, there are many leaders who are still alive and whose histories have not yet
been adequately captured. One of these individuals is R. Wayne Pace, the first President and arguably the founder of
the AHRD. In this paper we will present a brief history of Dr. Pace, highlighting his contributions to the field of
HRD with specific emphasis on his contributions to the founding of the Academy. We see this effort as a first step in
beginning to capture the histories of significant leaders in HRD while they are still alive to assist in the writing of
those histories.

Research Problem

Often, histories are not written until the people involved are no longer alive to participate in the writing of those
histories. While there is some benefit in writing a history from the perspective of hindsight (including the greater
willingness of participants to offer negative observations or criticisms), there are also benefits in writing such a
history while those involved are still able to participate. This is not an either/or question; present histories can
always be revisited in the context of new insights that might come to light after the person involved is no longer
alive. In this paper, we intend to provide a brief history (limited by the page limitations of the paper) of Dr. R.
Wayne Pace, with some information on his personal life, but concentrating on his professional life and, specifically,
his involvement in the founding of the Academy of Human Resource Development. .

Significance of the Problem

The field of Human Resource Development has not done a very good job of capturing its own history. In another
paper (Azevedo & McLean, in process), several texts in Human Resource Development were reviewed to determine
their perspectives regarding the history of HRD. Many of the texts were silent about its history, while the others
included only a very short history of the field. Few articles were found about its history, either, and few articles were
found that provided a detailed history of the individuals who have been influential in the development of the field.
This is a deficiency that needs to be remedied. An ancient Chinese proverb says that one should "...foresee the future
by reviewing the past” (Kuo, 2001). By looking to our former leaders, we can better prepare our leaders for the
future. .

In contrast, the 1982 Yearbook of the American Home Economics Association provided a history of 70 of the
leaders in Home Economics Teacher Education (Bailey & Davis, 1982). What a wonderful contribution such a book
could make for HRD! We hope that this paper will serve as a catalyst to encourage researchers in the field to
continue this beginning step, ultimately resulting in a book of such biographies, or, perhaps, an issue of Advances in
Developing Human Resources.

Copyright © 2002 Heather Hanson and Gary N. McLean
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Historical Research Methodology

Gottschalk (1969) identified four essentials in writing the history of any particular place, period, set of events,
institutions, or persons:

= the collection of surviving objects of the printed, written, and oral, of any materials that may be relevant

» the exclusion of those materials (or parts thereof ) that are unauthentic

s the extraction from the authentic material of testimony that is credible

= the organization of that reliable testimony into a meaningful narrative or exposition (p. 28)

Similar to Gottschalk, Shafer (1974) presented three well-agreed-upon elements of method in conducting an
historical study: learning what categories of evidence exist, collecting evidence, and communicating evidence.

For this paper, we first contacted Dr. Pace and obtained from him his curriculum vita, a personally developed
history, a videotape of him sharing his history in an interview (Baldridge, 1989), a list of eight colleagues whom
Pace was willing to contact to give his personal permission for us to seek additional information about him via e-
mail, and the docunents generated in the development of the AHRD. In addition, we were given permission to
contact Dr. Richard Swanson, one of the key players in the founding of the AHRD. From the vita, we identified
articles, textbooks, and other publications. All of the suggested colleagues were contacted, as was Dr. Swanson. Six
of the nine colleagues contacted participated in providing information based on a set of questions sent to them (see
Appendix). Dr. Pace also interacted with us via email throughout the process of writing this paper to provide
additional information (at one point he indicated that we were being “very curious,” but he generously responded to
all questions posed).

There is one major problem in doing a history of a living person. For many reasons, not the least of which is
continued friendship, in a living history it is very difficult, if not impossible, to be critical. None of the respondents
provided any information that one might consider critical. Likewise, it would be an unusual person who would
provide critical information about himself. Thus, there is nothing in this history that one would consider critical. No
one, however, is perfect, and there are clearly areas of weakness or criticism that should be included in this history if
it is to be truly authentic. Perhaps that aspect of the history will need to wait until after Pace’s death.

Wayne’s World

A colleague, Ken Baldridge, said of Dr. R. Wayne Pace, “His interests are varied; his sense of humor is infectious;
he is constantly involved in a writing or consulting project—his energy seems boundless.” This is a common
perspective of those invited to comment on the work and personality of R. Wayne Pace. He has influenced many
aspects of the education community, and in this paper we will examine many aspects of his life.

Wayne's Pre-professional Life

Pace grew up in a small community in Summit County, Utah. He attended North Summit High School. In high
school, he was already exhibiting leadership abilities, serving as class secretary in each of the upper three years. He
was also very active in athletics, lettering in four sports --basketball, football, baseball, and track. In his senior year,
he captained both the basketball and football teams. Pace also participated in the school’s debate team and his ¢
grade class play.

He graduated in 1949 and decided to attend the University of Utah in the College of Education, on a scholarship
based on his high school achievements. While he did not feel a strong pull toward education as a major, he declared
that as his major as a way of retaining his scholarship. He majored in secondary education with a focus on Language
Arts. This program was an experimental interdisciplinary program consisting of a combination of courses in English,
journalism, and speech. Pace was one of the first students admitted to this program. In 1953 he graduated with a
teaching certificate and his B.S. in Language Arts.

Pace claimed that he was a late starter in the dating game, but, as a popular athlete, he quickly caught up. His
first steady girlfriend was his wife-to-be, Gae, whom he met in 1952. They were introduced in the driveway to his
apartment, as his neighbor was giving her and her friends a ride home from a social activity at church. Gae was a
bookkeeper at an insurance company in Salt Lake City at the time and dated Pace until March 19, 1953, when they
were married in Salt Lake City.

After receiving his bachelors degree, he spent some time in the service. On July 28, 1953, he was inducted into
the Army and stationed in Monterey, CA. Assigned to the Sixth Division of the Army, his duties included issuing
military ID cards and Privilege Cards for dependents of military personnel. During his time with the Army, he
participated in the All-Church basketball tournament and also formed a theater group and produced the operetta,
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HMS Pinafore. The theater group performed for the soldiers in the area and also went on tour to Utah and performed
at Salt Lake City and Ogden.

Pace’s teaching career started at Box Elder County High School in 1955. Here, he taught speech, drama, and
English; he was the coach of the debate team, director of two major theatre productions, and teacher in at least four
courses. After a year at Box Elder High School, he decided to continue his college education on the GI Bill. After
looking around at his options, he was offered an assistantship at Brigham Young University. In this position he was
responsible for teaching an Introduction to Public Speaking class. Along with this job, Pace assisted with the debate
team and other activities in the Speech and Drama Department. In 1957 Pace received his masters degree in Public
. Address and Rhetoric; his thesis topic was “A Study of the Speaking of B.H. Roberts—The Blacksmith Orator.”

His time at Brigham Young led him further into his collegiate career. While traveling with the debate team, he
met a man who would have a large influence throughout his life. W. Charles Redding was a speaker at one of the
debate meets that Pace attended. He introduced himself to Charles and realized during his presentation to the debate
team that Redding had taken a position at Purdue University. Pace followed his intuition and decided to go to
Purdue and pursue his doctoral degree under the direction of Charles Redding. In 1960, Pace received his Ph.D.
from Purdue University in Industrial Communication. He was one of the first doctoral students under Charles
Redding. His doctoral dissertation was, “An Analysis of Select Oral Communication Attributes of Direct-Selling
Representatives as Related to Their Sales Effectiveness.” The subjects for this dissertation were Avon sales people
who bought copies of his completed dissertation to have at the company headquarters. That was a minor landmark
around the school; not too many people sell copies of their dissertations. He then worked for a year at Purdue
University as an instructor in the Department of Communications.

University Career

Pace then was offered (and accepted) a position as Associate Professor at Parsons College in Fairfield, lowa, in
the Speech and Drama Department. The Chair for the Speech and Theatre Department at Parsons College was the
individual who invited Pace in for the interview; he also was familiar with the work of Charles Redding. The Chair
had told Pace that the reason he was invited in for the interview was because he listed organizational communication
as his specialty, and he had been unable to find any other candidates who admitted to having a background in
communications. The quality of his work led to his being selected as Department Chair in 1962. He described his
work at Parsons as a fantastic experience, where the college was rapidly developing with enthusiastic faculty and
some national publicity. One advantage of being at Parsons was its compensation that was quite a bit more than
what others were offering for similar positions. Also, the President of the College was very insistent that Pace join
them by giving him a local country club membership, a $5,000 interest free loan to buy a house, and the rank of
Associate Professor. On top of all this, be got @ additional $5,000 and a guaranteed $500 raise each semester he
was employed there

While at Parsons College, he had a chance to explore another opportunity as they were on the trimester system.
Under this system, faculty taught for two trimesters and then took one off, In 1961, he took his trimester off to serve
as a visiting professor at Bowdoin College in Brunswick, Maine. Pace stated that his experiences there in the
Department of English were very valuable, and he has fond memories of his time there. After this trimester, he
returned to Parsons College to finish the year.

Pace was climbing through the ranks in the education field very rapidly and was greatly enjoying the work he
was doing. His next move was to Fresno, CA, to California State University in the Speech Arts Division in 1962. He
spent four years there as Assistant Professor and Head, Public Address and Communication Area. He also had the
opportunity to work as the debate coach and enjoyed that work and travel tremendously. At Fresno, Pace hired new
faculty members for the Speech Communications Area.

One of the most exciting and fulfilling career moves for him was to the University of Montana. He spent six
years there as Professor and Chair in the Speech Communication Department. Here he was able to influence the
program greatly and actually built the Speech Communication program, which was later renamed, Interpersonal
Communication. As chair of the Department, he had a chance to hire many new faculty members. He called upon
many past friends and colleagues to join him to build a strong foundation of highly talented professors to work in the
field of communication. Pace was also the creator of one of the first courses in organizational communication, which
was very cutting edge for that time.

From the University of Montana, he was hired away t